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Introduction
In an article that appeared in an earlier volume of this journal, I was writing with a colleague (Myers and Sacks, 2001 ) about our concern to harness the talents of a "loose and baggy monster" (Kendall and Knapp, 1995) . The "monster" in question was the amorphous mass of micro, small, medium, large and extra-large organisations that might be included as belonging to the
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therefore be appropriate to consider the emergent and experiential nature of managing and learning in the sector (Billis and Harris, 1996) .
In this way, developing managers can be seen through different lenses, for example: in terms of how learning opportunities and resources may be used in order to develop managers' skills, tools and techniques, which in turn may have implications for organisational performance (Myers and Sacks, 2003) .
Or, for example, a different yet related focus is to consider how, over time, through experience and participation, managers as practitioners learn through the context of their work and their interactions with others. Moreover, their continuous development and knowledge acquisition in "learning to manage" needs "to be understood in the light of their life, identity and biography as a whole" and it may be pertinent to "abandon the notion of management learning and talk instead about 'life learning relevant to managerial work' (Watson, 2001, p 230) . This gives attention to the politicised nature of managerial action, acquisition and value of different kinds of knowledge and problematises the notion of 'leadership' and 'management development' as unstable.
Developing a view from the non-profit sector.
In order to find out how this happens and in designing doctoral research it seemed appropriate to consider a number of questions: how do local development agency chief executives respond to changing circumstances? How do they enhance their practice? How do they learn from their experiences and construct personal theories (Kelly, 1955) ? In this way, the main approach of the research so far has been to explore these and other questions by the "pursuit of essential meanings through dialogue with others" (Kaplan, 1995, p 55) , that is through the personal narratives and life stories
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By giving chief executives time out to discuss and reflect on themselves and their experiences, the richness of the information collected gives depth and breadth to the biographical and experiential detail available for subsequent analysis. The scope of the research is confined to a specific part of the nonprofit sector -local development or infrastructure organisations (LDAs). LDAs are intermediary charitable bodies that support the development and sustainability of other voluntary sector and volunteer-led organisations and act at the interface between the voluntary sector and public and private sectors. As such, the organisational context provides a particular challenge for chief executives and an interesting arena for research.
Working within a qualitative research framework, the first set of interviews were semi-structured providing opportunity for the participant to influence the process of the interview with issues considered relevant and important around broad themes of their own practice, personal development and the context in which they work. It is from this first set of interviews that the quotes used in this paper are derived.
Through this initial work, tensions became apparent in "supporting and facilitating the learning of individuals…groups…and organisations" (McGoldrick et al, 2002, p 396 In the same way that there has been increased public scrutiny of corporate social responsibility, there has been increasing scrutiny, too, of the not-forprofit sector and the need to demonstrate increased efficiency, effectiveness and accountability. Predominantly this has been in terms of financial accountability, but also in terms of broader social goals (for example, contributing to the social regeneration of communities, building social capital, and managing diversity). Juggling the needs of multiple stakeholders (see Qualitative research employs the use of descriptive passages taken from the interview data. These quotes offer a rich description of the thoughts and feelings of the participants. They seem to make the participant perspective "real" or come to life. These quotes are selected after a data analysis that has revealed a number of "themes" or common ideas. The quotes, then, reflect the common themes or ideas. 
Take in Fig. 1 Multiple Stakeholders impacting on CEOs
Accelerating this perceived need to "professionalise", has been a key shift in encouraging active engagement between public, private and voluntary sectors in establishing and maintaining collaborative working relationships (policy and legislation aimed at modernising public services and local government; economic and social regeneration and volunteering as gateways to employment). With increasing privatisation of public sector services and the pressure to modernise, we also find the interpretation of business enhancing tools for use in public sector organisations being passed on to voluntary sector organisations (Myers & Sacks, 2003) . This, in a sense, is a critical turn for the non-profit sector in both responding to this pressure and enhancing management development and leadership in the sector:
"It's the cultural difference that is the interesting one and what I'm interested in trying to do is to get the professional elements [in planning, thinking, explaining and questioning] without losing the value of the voluntary commitment."
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In order to be "both professional and entrepreneurial" (Etherington, 2001) in growing and developing non-profit sector organisations, there is increasing emphasis on "leadership, drive and effectiveness" (Gormley, 2000) and for non-profits to become "more business-like". Yet, which business and whose business-like practices are not defined.
Balancing: inside out or outside in?
The sector's confidence, and the ability and competence of voluntary sector leadership, to be proactive in determining the nature of these cross-sector relationships underpin much of the current debate on its future (Myers and Sacks, 2001) . As LDAs deal with the opportunities and challenges arising from changing governmental priorities -local, national and increasingly international through a European agenda -there is a certain fluidity to LDAs as staffing levels fluctuate and organisational structures adapt and change over time: It also gives a "strategic-development dimension" to managerial activity (Anheier, 2000, p 9) . While it might be seen in the public and for-profit sector that "for many directors the pace of change can drive out ability to innovate" (Holbeche, 2002, p 203) While this might be seen as positive -"it's quite nice when government catches up with your thinking at times" -it also means that managers need to be clear in the roles and relationships they have with significant stakeholders such as governmental funders:
"I understand what the government's proposition to the voluntary sector is, if you like. Therefore, I think I'm in a good position to understand what the opportunities for the sector are, which aren't necessarily the same. But then I'm also, because of my political skills as opposed to my interest in politics, I'm in quite a strong position to broker that".
Here, the central role of the manager is brought in to focus and so far, what we've seen is an outer-directed (Anheier, 2000) dimension (see Fig. 2 ) to the managerial role, working with ambiguity, change and shifting stages of engagement with other actors, which requires knowledge of and an ability to act and interact on a number of levels.
Take in Fig.2: Practice Focus
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"world of synthetic reason and logic" and the "cultural and political world of management practice", suggesting, "the models of the former are well, rehearsed, explicit and readily available".
The idea of "success" in this instance seems to suggest a prescriptive approach of competences and skills development, which in various ways can be imparted to individuals to improve their management styles and abilities. A view, which Cacioppe (1997, p 340) contends fits with the world of management and leadership education in that "the more a person learns, the more he or she knows and the better they will be as a leader". It also suggests a more internal organisation focus. CEOs also mentioned the need for long-term modular approach to include both formal learning and validation of managerial experience, which could be developed and added to over time (and accredited by an academic institution to give some kind of academic award -or a professional body for the sector?). Also, there needs to be consideration of learning for personal and organisational needs and capturing the cross-sector partnership learning of both processes and outcomes. This takes us back to working on the strategic roles and diversity of tasks of local development agency chief executives ( 
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